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Abstract 
When changes occur, managers and supervisors may be their biggest supporters, but also the biggest opponents. They are closest 
to the employees who need to support new processes and behaviors caused by changes. In many cases, the changes will affect the 
work and position of managers and supervisors.  
Managers and supervisors play a key role because of the relationship they have with employees within the organization. During 
the implementation of the change is not brought into question the importance of their roles or functions, but rather what could be 
the group for changes to be applied successfully. 
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1. Introduction 
The role of managers and supervisors during the process of change management, managers and supervisors imply 
the following five roles:  
1. Communicators - communicate information about changes through direct reports.  
2. Supporters - demonstrate personal support to implement change.  
3. Trainers - also train employees in the process of change.  
4. Environment - working with the project team and give support.  
5. Managers of resistance - resistance to change and identifies it manages.  
Role No.1: Communicators  
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Employees want to find out about changes and their influence on work and future teams directly from the 
managers. The manager is, in this case, the main source of information about the organization and the changes that 
will occur. Answers to questions such as "How will this affect?", "How will I benefit from this?" or "Why are we 
doing this?" will be given in the best way possible by their manager. Change management team must offer 
employees the opportunity to obtain the desired information, and this information should be transmitted by their 
manager. 
Role No.2: Supporters  
Employees are not only expected of managers’ direct transmission of information on the changes, but will also 
see and to what extent their managers support the changes to be implemented. If the manager supports only passive 
changes or disagrees with them, they will have the same behavior and the persons who are directly subordinated. 
Managers and supervisors need to demonstrate their support for changes in an active and obvious. It is essential that 
these are the first people who will support the changes, because only in this way can expect and support from their 
subordinates. Change management team should create tactics tailored to specific situations, which are calculated to 
highlight the managers as the biggest supporters of the change process.  
Role no. 3: Trainers  
The role of a trainer involves providing staff support during the whole process of change, especially in situations 
where change begins to affect daily activities. It is necessary for employees to go through the five stages through 
which the process of change management will be done in the best way possible. These five phases are:  
• Recognition of the need for change;  
• Willingness to participate in change and to support the implementation;  
• Knowledge of the ways in which changes will be applied;  
• Ability to implement required skills and behaviors enhancing changes. 
Due to the nature of their interpersonal relationships, managers and supervisors can guide each individual during 
the implementation of change. In this way, each member of the organization, are eliminated barriers that prevent the 
successful implementation of this process.  
Role no 4: Mediators  
This role involves collaboration with team managers working to implement the changes. As mediators, managers 
and supervisors provide information from their subordinates and team backwards. Just this function, namely 
transmission of information from employees to the team, it turned out, in most cases, a key factor in the successful 
implementation of the change process in a specific organization. 
 Role no. 5: Managers resistance  
Nobody is closer to employees who resist change than their direct managers. With regard to resistance 
management, managers and supervisors are in the best position to identify resistance occurring, their shapes, their 
sources and the reasons underlying the occurrence of resistance. Also, if you are given the training and tools to 
managers and supervisors are in the best position to actively manage changes when they occur. 
2. Higher Level Managers Importance and Rle of Sponsors of Change 
Managers are at the top level of the organization and they give authority and credibility to the successful 
implementation of change. Whether the changes involve processes, systems, roles or new organizational structures 
(or a combination thereof), managers are at the highest level of the organization must, at all times, to demonstrate 
that they are personally committed to changes that take place. Top managers are not only important to the macro 
level of the organization, but they also have a key role in supporting the implementation of change management and 
direct transmission of information to all employees about the importance of change. 
The role of managers involving sponsorship and successfully implement change is reflected by three elements: 
a. Active participation and visibility changes throughout the entire process. An active and visible role of main 
sponsor change is one of the most important conditions of successful implementation of change. It must ensure full 
support from the beginning to the end process of implementing change. 
b. Creating a coalition of sponsors and management of resistance - the main sponsors of change must occupy the 
leading position in creating and maintaining the coalition will support the implementation of change. Sponsors must 
295 Eduard-Ionel Ionescu et al. /  Procedia Economics and Finance  16 ( 2014 )  293 – 298 
mobilize and managers and other stakeholders in the management of change. This activity is especially important in 
situations where changes extend throughout the organization and in many parts of the organization. 
c. Direct communication with employees - as already mentioned the employees will have information on the 
reasons why the changes are important for higher levels, whether we are talking about the top of the organization or 
the top of a particular department or division. Since managers are at the highest level of the organization is expected 
to provide an explanation of the need of change and the risks that may arise if postponed their implementation. 
3. Introducing and Supporting Change 
Change is an essential part of the process of continuous quality improvement organization functioning. Each 
methodology to implement changes includes the introduction and measurement results. Successful implementation 
of system changes is the basis of progress in organizations and individuals within them.  
During the introduction of the changes, it is important to evaluate the influence of this process on each individual 
in the organization. People are the most important resource in the process of change, but they are the biggest threat 
and obstacle to this process. Uncertainty regarding the changes may cause strong emotions because most people feel 
they have lost something during the transition from one state to another. 
Communication of information about changes should include all persons who will be affected by the proposed 
changes, whether employees, customers, internal and external stakeholders. Early communication and consultation, 
while implementing the changes are still in the planning stages, will help people to take an interest in change and 
thus to prepare for this purpose. 
Stakeholders will have different levels of inclusion in the process of change. At various stages of implementation, 
stakeholders need to be informed, consulted and must cooperate with them in the process and where it is important 
stakeholders may be even include them in the implementation of change. Stakeholders should be given as much 
information, including the reasons for the changes and apply their objectives. Stakeholders should be included also 
in the process of anticipating potential problems and determine solutions for them. 
Motivation and resistance to change are the two most important aspects of communication. 
Introducing change will be more successful and will benefit from the support of a much larger number of 
members of the organization if people are induced with the confidence that the changes will improve the functioning 
of the organization. The best case scenario would be if all parties included in the process will benefit from change 
management. 
With the introduction of changes should be encouraged debate and discussion about the need and importance of 
them. Data presentation can help create a sense of importance of the application changes. In their behavior, people 
often tend to avoid problems and to move towards improved way of making work. 
Resistance to change is a normal human reaction, universal and inevitable what others present as a good idea. The 
fact that a person opposes change does not make it less good or restricted horizons. This is simply a normal reaction 
to the uncertainty that any change brings with it. 
Evaluation is an important component of any process of introducing change. Measures should be introduced for 
comparison, which will be used to determine the level of improvement caused by planned changes. 
4. Using the Sample Changes and Sharing the Results 
With the introduction of the changes, very useful are the so-called  sample of change  representing a small 
portion of implementation options and solutions planned in one of the organization to determine the employee's 
reaction to these changes and their degree of support from the employees. Using employees in that part of the 
organization that is in favor of implementing changes will increase the chances of success of the process of 
introducing change. 
Implement changes can be tested highlights the obstacles that may appear, but can also provide valuable 
knowledge about how the organization works and how it reacts to changes. Information and results of sample 
implementation of changes may change the approach to be applied during the actual implementation thereof. The 
purpose of the sample application changes must be explained to all the members and stakeholders of the 
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organization. The most common goal of the pilot project is to assess the best method of introducing change. It 
should not in any way influence the initial decision for changes. 
After implementation of the project sample all employees and stakeholders should be present package containing 
all plans, data, solutions and knowledge. If this assessment is shared with the organization, and if the focus is on 
learning, it will become a base (or standard) to achieve change. Even small changes can benefit from evaluation, 
while sharing the results and knowledge gained will implement changes to the forefront of the entire organization. 
Evaluation of the implementation of a number of small changes can provide a valuable set of information about how 
the organization works and reacts to changes. 
To support the process of change, it is necessary for the organization to celebrate the success of its 
implementation should be highlighted things done correctly, you indicated that it did not work as it should and must 
make recommendations for the future. The evaluation should reveal improvements in terms of stakeholders and the 
organization. 
Tips for successfully implementing and supporting change 
• The organization must always define a communication strategy; 
• Sharing of information should be done in a consistent way; 
• People included in the change process can be addressed through various means; 
• Stakeholders should be included in the planning process; 
• Employees must be given the support that will reflect the training and the opportunity to practice; 
• Questions, concerns and feedback should be sought and treated accordingly; 
• Ideas, successes and achievements should be celebrated; 
• There must be a clear reason for the implementation of changes; 
• There must be a shared vision of what it will get from those changes; 
• Have acquired knowledge about the target population; 
• When developing the strategy, care should be taken to barriers which may jeopardize the implementation of 
changes; 
• Resistance to change is a normal reaction that introduces another; 
• You must identify innovators, i.e. the best person to introduce change and should be rewarded for their 
efforts; 
• Employees and stakeholders must be notified regularly about the progress of introducing change  
5. Roles in the Management of Change 
During the process of change management there are many participants whose roles are classified into five basic 
categories. These are:  
• Change management team;  
• Managers and top executives;  
• Managers and average supervisors;  
• Project team;  
• Support functions in the project.  
For change management process be done in an appropriate way, to be analysed the importance of each of the 
above roles and tasks during the implementation of change. 
Change management team plays one of the most important roles in this process. The obligations of this team 
include the following activities: 
1. Applying a structured change management methodology - instead of ad- hoc operation principle, change 
management is approached with intent and a clearly defined objective. 
2. Formulating strategy - assessing the size change and all individuals and organizations that will be affected by 
changes provided. 
3. Developing plans - based on the strategy work, create a set of plans tailored to guide people towards change. 
These plans include a communication plan sponsors change instructions, training plan and plan for overcoming 
resistance to change. 
4. Support for other roles - change management team is tasked to support all roles occurring during change.   
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Managers and top executives 
Managers and top executives must, by example to be the promoters of change within the organization. Their role 
should be reflected upon: 
1. Active participation in the management of change, with a visible expression of presence and attitude changes 
during the project - here are three keywords: active, visible and omnipresent. Managers must be present at all times 
and visible to all employees; 
2. Creating a coalition to support the project and to manage resistance - coalition to support changes is a team of 
managers and leaders who will transfer changes in departments, divisions or workgroups in which it operates. As the 
main supporters of change, executives and top managers should create and maintain a healthy work environment 
and ready to accept change; 
3. Direct communication with employees - employees want to find out about changes in people at higher levels 
of organization. 
Middle managers and supervisors  
The five roles which mid-level managers and supervisors must have during the change management process in 
the organization are:  
1. Communicators - employees prefer to hear directly from managers’ information on what changes will have 
direct influence on their position.  
2. Supporters - where managers oppose the changes, it is very likely that their subordinates to behave the same 
playing strength as a result of their fear of managers of the future.  
3. Trainers - aid workers during the transition process is the essence of coaching change by supervisors and 
managers are at the intermediate level.  
4. Environment - this role includes interaction with the project team, getting instructions and provides 
feedback and reactions that are of great importance for the project team. 
Managers’ resistance - research shows that the best interventions to overcome and avoid resistance to change can 
be made by mid-level managers and the supervisors. 
6. Conclusions 
The team must be able to: 
1. Create concrete change - achieving solutions that have the task of influencing the ways in which individuals 
or parts of the organization carries out its daily work activities; 
2. Manage the technical side of change - the task of this team is to manage all activities related to the technical 
realization of change. In the process, you can use various tools , such as time planning programs, resources 
and budget structures to simplify business activities and so on; 
3. Work with change management team - working with change management team must ensure unity of 
achieving technical and human side of the change process , providing timely information about the progress 
of important events; 
4. Plan to integrate change management project plans - this means starting at the beginning of the project 
change management and change management strategies include the technical plans. As the final result of this 
process a project plan must be made in order to achieve change management unit.  
Support functions in the project are those that during the project provide experience and expertise; knowledge - 
each of these groups has special expertise that can provide enormous help to the project team and management team 
changes during their implementation; tools - each of these functions has some tools that can be used to support 
change management activities. When using these tools, make sure that they comply with the other activities of the 
change management process. 
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